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I. 


INTRODUCTION: 


The  San  Francisco  Fire  Department  is  responsible  for  providing  fire- 
fighting, rescue,  fire  prevention,  and  fire  investigation  services  for  the 
people  of  the  City  and  County  of  San  Francisco. 

The  San  Francisco  Fire  Department  is  under  the  management  of  the  Fire 
Commission,  consisting  of  five  members  appointed  by  the  Mayor.  No  less  than 
one  member  of  the  commission  shall  be  a woman.  The  Fire  Commission  appoints 
the  Chief  of  Department  who  serves  as  the  chief  executive  officer,  respon- 
sible for  the  daily  activities  of  the  fire  department. 

The  fire  department's  organizational  structure  contains  five  work 
programs,  which  collectively  discharge  all  of  the  responsibilities  and 
perform  all  of  the  duties  which  are  mandated  by  the  State  of  California,  the 
Charter  of  the  City  and  County  of  San  Francisco,  and  ordinances.  These  work 
programs  are:  Fire  Suppression,  Fire  Prevention,  Fire  Investigation, 

Support  Services  and  Administration. 

Authorized  employees  for  1980-81  total  1633,  of  which  1577  are  officers 
and  members  of  the  uniformed  forces.  The  fire  department  is  supported  by  the 
General  Fund-City  (95.1%),  Airport  Fund  (3.8%)  and  Harbor  Fund  (.9%).  Fire 
Department  generated  revenue  represents  .2%  of  the  total  budget. 

The  fire  department  is  operating  under  the  terms  and  conditions  of  a 
Consent  Decree  identified  as  Western  Addition  Community  Organization  et.  al., 
v.  Frank  N.  Alioto  et.  al.,  (former  President,  Fire  Comnission),  Civil 
Action  No.  C-70-1 335WTS.  The  terms  and  conditions  of  this  Consent  Decree 
are  in  effect  for  five  years  - May  18,  1977  through  May  17,  1982. 
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II. 


POLICY  STATEMENT: 


II 53  '/<? 7 


The  Fire  Commission  and  Chief  of  Department  are  committed  to  equal 
employment  opportunity  and  affirmative  action.  It  shall  also  be  their 
policy  to  comply  with  the  provisions  and  intent  of  the  Compliance  Agreement 
between  the  Office  of  Revenue  Sharing  and  the  City  and  County  of  San  Francisco. 

It  is  the  policy  of  the  San  Francisco  Fire  Department  that  no  person 
shall  be  discriminated  against  relevant  to  recruitment,  selection,  appoint- 
ment, training,  promotion,  retention,  discipline,  or  other  aspects  of  employ- 
ment because  of  race,  color,  national  origin,  creed,  religion,  sex,  age, 
disabled  status,  political  beliefs,  organizational  affiliations  and  sexual 
orientation. 

This  policy  of  equal  employment  opportunity  and  affirmative  action,  and 
the  fire  department's  Affirmative  Action  Plan  shall  be  consistent  with  federal, 
state  and  local  laws  governing  fair  employment. 

Said  policy  cannot  be  implemented  solely  through  the  prohibition  of 
discriminatory  employment  practices.  Continuing  affirmative  action  must  be 
taken  to  remedy  the  effects  of  past  practices  in  order  to  establish  a fire 
department  work  force  whose  make-up  mirrors  the  composition  of  the  City  and 
County  of  San  Francisco.  This  commitment  is  singularly  important  in  the  fire 
department  because  of  the  daily  and  vital  life-saving  interaction  between 
officers  and  firefighters  and  the  citizens  whom  they  serve  and  protect. 

To  continue  to  enjoy  the  trust,  respect,  and  confidence  of  a rapidly  chang- 
ing, multi-lingual  and  ethnically  diverse  community,  it  is  essential  that  the 
fire  department's  work  force  represent  the  community  it  serves. 

Included  in  this  policy  is  a pledge  to  provide  a discrimination-free 
workplace  for  all  employees  and  applicants.  Said  workplace  shall  be  free 
of  all  forms  of  harassment;  such  as,  verbal  (epithets,  derogatory  comments 
or  slurs),  physical  (assault  or  any  physical  interference  with  normal  work 
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II.  POLICY  STATEMENT:  (Continued) 


or  movement),  visual  (derogatory  posters,  cartoons,  or  drawings),  and 
sexual  (conditioning  an  employee  benefit  upon  an  exchange  of  sexual 
favors).  However,  nothing  in  this  paragraph  shall  be  interpreted  to  limit 
the  free  exercise  of  expression  or  association. 

An  employee  who  has  been  harassed  on  the  job  by  a co-employee  shall 
follow  the  Human  Relations  Grievance  Procedures  set  forth  in  fire 
department  General  Order  File  Case  79-A-134,  dated  October  17,  1979. 

The  Coordinator  of  Community  Services  will  be  responsible  for  imple- 
menting the  fire  department's  Affirmative  Action  Plan.  He  will  serve  as 
the  department's  Affirmative  Action  Coordinator  until  such  time  as  the 
Fire  Commission  completes  its  plan  to  hire  a non-uni  formed  person  to 
serve  as  Affirmative  Action  Coordinator. 
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III.  DESIGNATION  OF  RESPONSIBILITY: 


The  Fire  Commission,  as  a measure  of  its  total  commitment  to  affirmative 
action,  shall  establish  an  Affirmative  Action  Sub-committee,  consisting  of 
two  Commissioners  selected  by  the  President.  This  sub-committee  shall  hold 
public  meetings  on  a regular  basis  to  oversee,  review  and  report  on  the  fire 
department's  Affirmative  Action  Plan. 

The  Chief  of  Department  shall  be  responsible  for  the  overall  adminis- 
tration of  the  Affirmative  Action  Plan.  Those  responsibilities  shall  include: 
initially  designating  an  Affirmative  Action  Coordinator,  recommending  annual 
employment  goals,  disseminating  department's  policy  and  expressing  depart- 
ment's commitment  to  implementing  affirmative  action,  ensuring  that  policy 
decisions  of  the  department  are  consistent  with  Equal  Employment  Opportunity 
affirmative  action  policy  and  program,  and  reporting  department's  affirmative 
action  progress  to  the  Fire  Commission,  Mayor,  and  Board  of  Supervisors. 

The  Affirmative  Action  Coordinator  (initially  the  Coordinator  of 
Community  Services),  designated  by  the  Chief  of  Department  shall  be 
responsible  for  implementing  the  department's  Affirmative  Action  Plan.  Those 
responsibilities  shall  include:  reporting  regularly  and  directly  to  the 

Chief  of  Department,  developing  and  implementing  the  written  Affirmative 
Action  Plan,  including  annual  updates  and  internal  and  external  dissemi- 
nation and  communication  procedures,  assisting  work  program  managers  in 
collecting  and  analyzing  employment  data,  identifying  problem  areas,  setting 
goals  and  timetables,  and  developing  programs  to  achieve  goals;  implementing 
and  monitoring  internal  audit  and  reporting  system  to  measure  program 
effectiveness,  periodically  reporting  to  the  Civil  Service  Commission  and 
Human  Rights  Commission,  and  serving  as  liaison  between  departmental  staff, 
the  Civil  Service  Commission,  Human  Rights  Commission,  minority,  community, 
and  women's  organizations. 
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IV.  ANALYSIS  OF  WORK  FORCE: 


A.  Current  Composition: 

Because  of  the  nature  and  composition  of  the  fire  department  it  will  be  more 
meaningful  to  present  and  evaluate  the  current  composition  of  its  uniformed 
force  by  classification  and  race;  excluding  occupational  category,  status, 
and  salary  range. 

Accordingly,  the  following  table  describes  the  fire  department's  composition 
as  of  August  1 , 1980: 

CLASSIFICATION  RACE* 


Uniformed 

W 

B 

H 

A 

f 

M M 

F 

Total 

Firefighter  (H2) 

878 

76 

72 

19 

11 

1 1057 

0 

1057 

Inspector  (H4) 

22 

1 

23 

0 

23 

Investigator  (H6) 

8 

8 

0 

8 

Chief's  Aide  (HI 0) 

42 

2 

44 

0 

44 

Coord.  Com.Serv. (HI 8) 

1 

1 

0 

1 

Lieutenant  (H20) 

198 

2 

10 

210 

0 

210 

" -BFP  (H22) 

3 

3 

0 

3 

" -BFI  (H24) 

0 

Captain  (H30) 

78 

3 

81 

0 

81 

Captain-BFP  (H32) 

2 

2 

0 

2 

Battalion  Chief  (H40) 

40 

1 

41 

0 

41 

Assistant  Chief  (H50) 

14 

14 

0 

14 

Mar.  Engr.  (HI 1 0 ) 

4 

4 

0 

4 

Pilot  (120) 

2 

1 

3 

0 

3 

Chief  of  Dept.  (0140) 

1 

1 

0 

1 

Deputy  Chief  (0150) 

1 

1 

0 

1 

Secty-COD  (0155) 

1_ 





— 

— 

1 

0 

1 

TOTALS 

1294 

79 

88 

21 

11 

1 1494 

0 

1494 
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IV.  ANALYSIS  OF  WORK  FORCE: 


A.  Current  Composition:  (Continued) 

CLASSIFICATION  RACE* 


Non-Uni  formed: 

W 

B 

H A 

F 

AI_ 

M 

F 

Total 

Management 

5 

1 

1 1 

6 

2 

8 

Offi ce/Cl erica! 

14 

3 

2 

1 

6 

14 

20 

Crafts 

16 

2 

1 

19 

0 

19 

TOTALS 

35 

6 

1 4 

1 

0 

31 

16 

47 

*W  - White 
B - Black 
H - Hispanic 
A - Asian 
F - Filipino 
AI  - American  Indian 
M - Male 
F - Female 
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IV.  ANALYSIS  OF  WORK  FORCE: 


B.  Utilization: 

The  following  tables  compare  by  race  the  current  composition  of  the 
San  Francisco  Fire  Department  - Uniformed  and  Non-Uni  formed  - to  the  composition 
of  the  San  Francisco  labor  force,  using  data  from  the  1970  Census.  Thus, 
utilization  and/or  underutilization  is  clearly  depicted  for  each  racial 
category. 


Uniformed • 


W 

B 

H 

A 

F 

AI_ 

M 

F 

a.  Number 

1294 

79 

88 

21 

11 

1 

1494 

0 

b.  Percent 

86.6% 

5.3% 

5.9% 

1.4% 

0.7% 

0.1% 

100.0% 

0% 

c.  S.F.  Labor 

Force 

60.9% 

11.6% 

12.8% 

10.6% 

3.8% 

0.3% 

55.7% 

44.3% 

d.  Utilization 

(brC) 

142 

46* 

46* 

13* 

18* 

33* 

180 

0* 

Non -Uni  formed: 

W 

B 

H 

A 

F 

AI_ 

M 

F 

a. 

Number 

35 

6 

1 

4 

1 

0 

31 

16 

b. 

Percent 

74.5% 

12.8% 

2.1% 

8.5% 

2.1% 

0% 

66.0% 

34.0% 

C. 

S.F.  Labor  Force 

60.9% 

11.6% 

12.8% 

10.6% 

3.8% 

0.3% 

55.7% 

44.3% 

d. 

Utilization  (bfc) 

122 

no 

16* 

80 

55* 

0 

118 

77* 

*Less  than  80%  of  parity,  therefore  represents  underutilization. 
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V. 


ANALYSIS  OF  LABOR  POOL  AND  CAUSES  OF  UNDERUTILIZATION: 


It  is  evident  that  there  exists  within  the  boundaries  of  the  City  and 
County  of  San  Francisco  a large,  and  diverse  labor  resource  that,  if  tapped, 
could  in  time  enable  the  fire  department's  racial  composition  to  closely 
reflect  the  composition  of  the  San  Francisco  labor  force.  It  is  equally 
evident  that  there  exists  within  the  fire  department  a base  group  of  minority 
officers  and  firefighters  whose  promotions  will  assist  the  fire  department  in 
reflecting  the  racial  composition  of  the  City  and  County  of  San  Francisco. 

In  both  instances,  the  primary  roadblock  to  achieving  success  is  time. 

It  takes  four  to  five  years  between  the  expiration  of  an  eligible  list  for 
probationary  firefighters  and  the  adoption  of  another  list.  Promotional 
lists  traditionally  have  been  for  four  years,  as  well. 

It  is  not  enough  to  improve  only  the  fire  department's  racial  composition. 
As  the  utilization  tables  demonstrate,  there  are  no  females  among  the  ranks 
of  the  uniformed  forces.  This  situation  must  change.  For  the  1977  H2 
Firefighter  examination  one  hundred  and  thirty-five  females  took  the  written 
examination,  95  passed.  Only  30  females  took  the  vision  examination,  5 failed. 
Thus  65  females  (68%)  failed  to  continue  the  examination  process.  Of  the 
25  females  who  qualified  for  the  physical  agility  test  only  12  showed  up, 
and  none  passed.  The  physical  agility  test  consisted  of  nine  events.  All 
12  female  candidates  failed  two  of  the  nine  events  - ladder  lift  and  large 
hose  pull . 

These  statistics  reveal  several  problem  areas  - recruitment,  candidate 
motivation,  inadequate  strength  training.  If  any  success  is  to  be  achieved  in 
the  next  H2  firefighter  examination  the  Civil  Service  Commission  and  the  fire 
department  must  deal  with  these  problem  areas  vigorously,  and  with  innovative 


methods. 
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V. 


ANALYSIS  OF  LABOR  POOL  AND  CAUSES  OF  UNDERUTILIZATION:  (Continued) 


A more  recent  impediment  has  been  recurring  budget  cuts,  and  the  practice 
of  authorizing  a certain  number  of  positions,  but  failing  to  fund  all  positions 
authorized.  For  example.  Engine  4 and  three  hose  tenders  were  deactivated  in 
1979-80,  and  56  firefighter  positions  were  unfunded.  In  1980-81  Engine  27  and 
Truck  4 were  deactivated  (Truck  20  is  scheduled  for  deactivation 
September,  1980),  resulting  in  the  loss  of  55  uniformed  positions.  Additionally, 
83  uniformed  positions  have  been  unfunded  for  1980-81. 

These  events  slow  promotions  and  delay  hiring  probationary  firefighters. 
This  problem  is  particularly  acute  when  you  consider  that  3 minorities  remain 
on  the  Captain's  list,  16  on  the  Lieutenant's  list  and  approximately  168  on 
the  firefighter's  entrance  list.  The  two  promotive  lists  expire  on 
March  4,  1983,  the  entrance  list  on  August  6,  1982. 

Thus,  the  continuing  contraction  of  the  fire  department  directly  and 
seriously  inhibits  its  capacity  to  improve  the  underutilization  of  its  uniformed 
work  force.  Also,  the  failure  to  fund  all  authorized  positions  prohibits  hiring 
new  firefighters  to  replace  the  60  to  70  uniformed  members  who  retire  each 
fiscal  year. 

Firefighter  eligible  list  (E-26)  expires  in  approximately  two  years. 

Plans  should  begin  in  1981  to  develop  and  implement  a coordinated,  community- 
wide effort  to  recruit  minority  and  women  candidates  for  the  next  firefighter 
examination.  Such  plans  should  involve,  but  not  be  limited  to,  the  partici- 
pation of  the  Fire  Commission,  Civil  Service  Commission,  Chief  of  Department, 
Firefighter  Local  798,  Black  Firefighters  Association,  and  Fire  Chiefs 
Association.  With  such  a unified  effort  significant  strides  can  be  made  in 
diversifying  the  composition  of  the  firefighter  classification. 
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VI.  GOALS: 


A.  Long  Range  Goals: 

The  fire  department's  long-range  affirmative  action  goal  is  to  strive 
for  attainment  of  a work  force  whose  composition  reflects  the  distribution 
of  minorities  and  women  in  the  San  Francisco  labor  force. 

In  the  furtherance  of  this  goal,  the  frequency  of  entry-level  and 
promotional  examinations  will  be  surveyed  by  the  fire  department  to  discover 
if  minorities  are  affected  adversely.  Should  adverse  affects  exist  the  Fire 
Commission  shall  recommend  appropriate  action  to  the  Civil  Service  Commission. 

B.  Annual  Intermediate  Targets  - 1980-81: 

1 - Administrative 

...The  Fire  Commission  shall  establish  an  Affirmative  Action  Sub- 
committee consisting  of  two  Commissioners  selected  by  the  President.  This 
sub-committee  shall  hold  public  meetings  on  a regular  basis  to  oversee, 
review,  and  report  on  the  fire  department's  Affirmative  Action  Plan. 

This  sub-committee  will  work  in  close  concert  with  the  Chief  of  Department, 
Affirmative  Action  Coordinator  (Coordinator  of  Community  Services),  and 
other  concerned  organizations  and  associations  within  the  fire  department. 

...The  Chief  of  Department  shall  submit  a request  to  the  Civil 
Service  Commission,  through  the  Fire  Commission,  for  a survey  to  classify 
and  establish  the  position  of  Affirmative  Action  Coordinator.  The  person 
occupying  this  position  shall  be  assigned  to  the  Division  of  Management 
Services. 

2 - Employment: 

a)  Uni  formed 

„.. Appoint  one  minority  Assistant  Chief. 

...Appoint  one  minority  Lieutenant. 

...Appoint  two  minority  Chief's  Aides. 

...Appoint  ten  to  twenty  four  minority  firefighters. 
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VI.  GOALS: 


A.  Long  Range  Goals: 

2 - Employment: 

a)  Uni  formed  (Continued) 

NOTE:  These  goals  anticipate  the  establishment  of  an  H50  Assistant 

Chief  eligible  list  and  the  availability  of  funds  for  new 
hires.  Also,  the  appointment  of  one  minority  Assistant  Chief 
reflects  the  fact  that  only  one  minority  holds  the  next  lower 
rank.  The  appointment  of  one  minority  Lieutenant  (nine 
vacancies  away)  reflects  the  level  of  funding  in  that  rank, 
present  and  projected  vacancies  and  the  fact  that  the  next 
minority  is  eleven  vacancies  beyond  the  one  minority  expected 
to  be  appointed. 

b)  Non-Uni  formed 

...  Appoint  one  minority  5215  Fire  Protection  Engineer 
...  Appoint  one  minority  1650  Accountant 
...  Appoint  one  minority  1446  Senior  Clerk  Stenographer 
...  Appoint  one  minority  1424  Clerk  Typist 
NOTE:  Every  effort  will  be  made  to  fill  non -uni formed 

vacancies  from  among  those  minorities  depicted 
as  underutilized  on  the  table  shown  on  page 
eight  (8)  of  this  Plan. 
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VII.  DEVELOP  AND  IMPLEMENT  AFFIRMATIVE  ACTION  PROGRAMS: 


A.  Recruitment: 

...  Work  cooperatively  with  Civil  Service  to  coordinate  tar- 
geted recruitment  activities  and  to  analyze  results. 

...  Identify  minority,  community  and  women's  organizations  for 
targeted  recruitment  resources. 

...  Utilize  multi-racial  recruitment  teams  of  department  members 
in  recruiting  efforts  in  the  field  (e.g.,  speaking  to  community  organi 
zations,  appearing  at  college  career  days). 

...  Establish  contact  with  educational  institutions,  including 
junior  and  senior  high  schools,  labor  organizations,  vocational 
training  centers,  veterans  organizations,  career  development  centers, 
community  organizations,  community  colleges  and  universities. 

...  Advertise  openings  in  community-oriented  and  minority  media 
including  newspapers,  radio,  and  television;  use  Spanish  and  Chinese 
language  advertisements  or  notices  when  necessary. 

...  Establish  recruitment  strategy  that  will  assure  female 
applicants. 

...  Include  in  all  recruitment  efforts  a strong  statement  of 
objective  of  a racially  representative  department. 

...  Monitor  applications  as  they  are  received  to  determine  effect 
iveness  of  outreach. 

...  Publicize  availability  of  courses  and  other  preparation  aids. 
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VII.  DEVELOP  AND  IMPLEMENT  AFFIRMATIVE  ACTION  PROGRAMS:  (Continued) 


B.  Exami nations : 

...In  cooperation  with  Civil  Service,  objectively  review  and  analyze 
selection  standards  and  procedures  to  insure  that  they  do  not  con- 
stitute inadvertent  discrimination. 

...Through  detailed  job  analyses,  ensure  that  descriptions  accurately 
reflect  position  functions. 

...Include  minority  and  women  as  members  of  oral  interview  panels; 
if  there  are  no  minority  or  female  employees  who  can  serve  as  inter- 
viewers, solicit  assistance  from  community  organizations. 

...Inform  all  applicants  the  H2  Firefighter  examination  is  validated. 

C.  On-going  Activities: 

...  Evaluate  results  of  sixteen-hour  Human  Relations  course  recently 
conducted  for  Chief  and  Company  officers  to  determine  if  refresher 
course  is  appropriate. 

...Conduct  Human  Relations  course  for  all  firefighters. 

...In  cooperation  with  Community  College  conduct  promotional  study 
classes  for  officers  and  members  prior  to  examination. 

...In  cooperation  with  Community  College  conduct  pre-entry  level 
course  for  H2  Firefighter  applicants  dealing  with  fire  department 
operations,  while  developing  examination  skills. 

...Review  success  of  Charter  Amendment  (Proposition  "M"  - 
Nov.  8,  1977)  which  reduced  effect  of  seniority  on  promotional 
examinations,  and  provided  additional  credits  on  promotional  exami- 
nations for  fire-related  educational  and  professional  courses  to 
determine  if  additional  changes  are  warranted. 

...Determine  if  Main  Line  could  be  used  to  publicize  availability 
of  department-sponsored  training  programs. 
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VII.  DEVELOP  AND  IMPLEMENT  AFFIRMATIVE  ACTION  PROGRAMS:  (Continued) 


C.  On-going  Activities : (Continued) 

...Give  priority  to  hiring  underrepresented  groups  when  making 
temporary  appointments  for  non-uni  formed  force.  Contact  Civil 
Service  Equal  Employment  Opportunity  Unit  when  department  has  diffi- 
culty finding  qualified  minority  candidates. 

...Establish  mandatory  language  familiarization  classes  for 
uniformed  officers  and  members.  The  languages  of  immediate  emphasis 
are  Spanish  and  Chinese. 

...Examine  existing  Human  Relations  Grievance  Procedure  to 
determine  its  effectiveness  and  its  responsiveness  to  current 
problems.  Make  improvements  where  appropriate. 

The  activities  listed  above  shall  be  the  responsibility  of  the 
Affirmative  Action  Coordinator. 
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VIII.  AUDIT  AND  REPORTING  SYSTEM: 


Establish  an  internal  audit  and  reporting  system  to  monitor  and  evaluate 
progress  in  each  aspect  of  the  Affirmative  Action  Plan.  This  system  shall 
incl ude : 

...Maintaining  updated  data  by  race,  sex,  classification,  status, 
and  salary  for  all  employees.  Submitting  data  to  Civil  Service  for 
the  EEO-4  Report  annually.  Tracking  all  employees  with  bilingual 
skills  and  whether  or  not  they  are  receiving  bilingual  compensation. 
...Maintaining  and  submitting  to  Civil  Service  the  following 
reports  kept  by  race  and  sex:  appointments  (including  rule  of  three 

availability),  separations,  upgrades,  disciplinary  actions. 
...Developing  a system  to  monitor  and  measure  progress  of  all  affirma- 
tive action  activities.  If  results  are  not  satisfactory  to  meet  goals, 
analyze  problems  and  make  necessary  changes. 

...Submitting  progress  reports  to  Civil  Service,  Human  Rights 
Commission  and  other  appropriate  bodies  periodically. 

The  activities  listed  above  shall  be  the  responsibility  of  the 
Affirmative  Action  Coordinator. 
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IX.  DISSEMINATION  OF  AFFIRMATIVE  ACTION  PLAN: 


Each  program  manager.  Chief  Officer,  Company  Officer,  firefighter, 
and  other  uniformed  and  non-uni  formed  employee  of  the  San  Francisco  Fire 
Department  shall  be  informed  of  the  department's  equal  employment  and 
affirmative  action  policy. 

Copies  of  the  Affirmative  Action  Plan  shall  be  distributed  to  each 
fire  department  installation  and  fire  station.  A procedure  shall  be 
established  to  insure  that  all  employees  have  read  the  Affirmative 
Action  Plan. 

It  shall  be  the  responsibility  of  the  Affirmative  Action  Coordinator 
to  prepare  and  distribute  progress  reports  on  the  Affirmative  Action  Plan. 

The  annual  report  shall  include  reports  on  affirmative  action  progress. 

All  employee  organizations  shall  receive  copies  of  the  department's 
Affirmative  Action  Plan,  and  their  input  on  the  development  of  affirmative 
action  ideas  shall  be  encouraged  and  sought. 

The  public  shall  be  informed  of  the  fire  department's  Affirmative  Action 
Plan.  Copies  of  said  Plan  shall  be  available  at  Fire  Department  Head- 
quarters, the  main  branch  of  the  San  Francisco  Public  Library,  Civil  Service 
Commission,  and  Human  Rights  Commission. 
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